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WOMEN IN THE BBC

Wote by D.Pers.

s In ilinute 204 of 24 ipril 1972 Board of lManagement welcomed
the intention to examine carefully and critically the
question of the limitations to the recruitment and advance-
ment of women in the BBC. This examination has now been
undertaken and the report by Douglas Morgan, Chief /lssistant,
Lppointments Department, with some assistance from liiss
Barbara Todd, Assistant, Appointments Department, (&ppendix A)
sets out the pattern of enquiries in detail.

The Report

2 This paper attempts to summarise the main points in the
report and to suggest conclusions and recommendations for
the consideration of Board of Management.

e The report is based on a large number of discussions with a
broad cross—section of line managers, personnel officers, and
other members of staff. Care was taken to interview consider-
able numbers of women, both those who had been successful in
developing their careers and those who felt they had not been
s0 successful or who had a particular point of view which they
wished to put forward. The /BS were also invited to express
their views.

The General Climate

5, There is considerable force behind present moves towards
providing women with equal opportunities in terms of employ-
nent. For example, a suggested case of discrimination against
female recruitment in the BBC has been referred to the Select
Committee of the House of Lords on Baroness Seear's Anti-

Discrimination Bill. In the Commons William Hamilton, M.P., in

moving the second rcading of this same Bill referred to the
small number of women in top Jjobs in the BBC. The Home Civil
Service has lately opened a number of categories of posts to
women for the first time.

5. These changes and pressures and others, often more emotional,
mean that the arguments Jjustifying the non-employment or very
limited employment of women in particular areas are now
constantly and strongly challenged and need to be very much
more compelling than in the past.
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The General Situation in the BBC

One~third of all the staff (8500) are female; women have
always had equal pay; there is no bar against women
advancing to the most senior posts; there are over 600
women now in AS, OP and MP graded posts (excluding
Producer!s Lssistants) who joined the BBC in secretarial
or clerical posts. In all this, the BBC compares well
with employers generally.

The picture is not so satisfactory from the women's point
of view, however, when a more detailed look is taken at
particular areas. There are still areas in the BBC where
recruitment is closed to women; there are other areas where
although recruitment is theoretically open to women few, if
any, are ever appointed; only 5.6% (i.e. 81 out of 14345 of
senior posts (MP5 and above) are held by women. These re-
present the three situations which it is the main purpose
of this paper to consider.

freas which are Closed to the Recruitment of Women

Advertisements and recruitment literature which positively
exclude women are now issued on behalf only of certain
limited Engineering areas, sincc both Television Programme
Services (Film Ogerations and Services, Scenic Artists,
Floor Assistants) and Publications Management (Production,
Distribution and Circulation) have lifted similar exclusions.

The reasons put forward for the limited ban on female recruit-
ment in Engineering and for their somewhat wider unwillingness
to appoint women are many and various; the most often quoted
are the following, which are not listed in any particular

order of priority and which must be seen against the background
that very few women qualify as engineers and, of those that do,
only a percentage are interested in the teleccommunications
field:

(i) The BBC's job is to broadcast and not to provide
equal career opportunities for women. Where, for
any of the reasons which follow, it appears that
wonen are likely to give less satisfactory service,
recruitment should not be open to them.

(ii) The presence of women in a working team can create
/unnecessary emotional problems, while a man and a
women alone together at a remote site could well
cause marital difficulties.
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(iii) Vomen are not suited to heavy physical work.
Becausc of this the male members of a mixed crew
would have to undertake more than their fair share
of heavy work, either through chivalry or the need
to get the work done.

(iv) Jobs which might involve such hazards as exposure
to really bad weather or working alone at night
are not suitable for wonen.

(v) Vomen are not suited to driving the heavier types
of vehicle.

(vi) To give women expensive training is unecononic
since far more women than men will lcave early for
narriage/fanily reasons.

(vii) Experience has shown that in their later years
wonen are less able than men to cope with the
demands of shift (particularly night shift) and
irregular hour working.

(viii) There is often male resentment to accepting orders
from a woman.

When these arguments are considered individually in the
Present climate of thinking, it scems at best doubtful
whether they provide grounds for the continuing 2

complete exclusion of women from consideration. They do,
however, provide strong reasons why women are unlikely to be
appointed or are at best likely to be appointed in very small
numbers in these areas. As long as there is a complete ban
on women in force, those arguing on the women's behalf can
represent the BBC as having a closed mind in this matter and
can support this view with a number of questions that are not
casy to answer. They can ask whether the BBC is justified in
excluding all women from undertaking heavy physical work, from
exposure to the elements, from working alone at night, from
driving heavy vehicles, etc. without giving the women the
opportunity to take some part in these decisions themselves?
They can ask how the BBC can plead economic grounds for not
giving training in the Engineering field to women when it
accepts similar economic risks in training women P.0.4.s and
News staff? They can point out that if women are less able

to work shift, etc. hours in later years, it is strange that
this limitation means a ban on the recruitment of women in

the Engincering field but nowhere else in the BBC. One

answer which may be advanced is that since there is an abundant
supply of young men suitable for junior engineering and
technical vacancies the forces of econonics and efficiency mean
that we do not need to employ women if there is the slightest
risk that they will not give the same continuity of service as
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nen. This, it is suggested, would be of grecater
strength in Justifying non-selcection than in supporting
non~consideration.

T

It sccrs, therefore, that the BBC's position here would
be a much nore tenable one were the ban on fenale re-
cruitnent rcnoved while making it clecr that for a nunber
of sound and stated reasons the number of actual appoint-
nents was likely to be very small. Relatively few wonen
are likely to be qualified and to apply for posts and
fewer still to be appointed, but it would be clear that
they were considered on their individual nerits and not
excluded by a blanket ban. The very facts that on
average their sick leave is higher, their resignation

ate is higher, their domestic circunstances nmore difficult,
necan that the odds are to an extent against then from the
start and that in many cases they are likely to price then-
sclves out of the market for these and similar reasons.

{rcas which are not Closed to Female Recruitment but
where Few if any Wonen are fictually Recruited

Herc again, it is a question of the strength of the reasons
why wonen are not appointed in considerable numbers or
possibly at a2ll. If the reasons are sound and acceptable
there is nothing to worry about, but if this can be shown
not to be the case then the BBC!'s position is a weaker one
than in the Engineering situation since the accusation of
dishonesty can be added to any other criticisns.

Chief A4ssistant, 4Lppointnents Department, noted six nain
arcas apart from the Enginecring context already referred

to, where, although recruitnent is open to women, relatively
few if any were actually oppointed. These were: Television
Programne Services, Publications Managencent, News and Current
[Ifairs, Presentation, Light Intcrtainment and Outside Broad-
casts.

There are a nass of reasons advanced for the relative cbsence
of wonen., For example: In Film Group there is the heaviness
of camera and recording equipment, the disconfort or even
danger faced by nobile film crews, the need in some posts for
an apprenticeship or craft training background.

In Design Group there can be a need for electrical skills and
a nixture of technical and artistic aptitude, there is a need
to undertake heavy work and a need in sone posts for a craft
training background.
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In Studio Management the first step towards fenale re-
cruitnent at the nost junior level has been taken but
it will take some time for the effect to show.

In Publications Management the recruitient ban on wonen
has just been renoved but there remain various reasons
why few are likely to be appointed. here is in sone
nosts a need for printing qualifications not apparently
obtainable by women. It would be difficult for women to
deal with the tough all-nale world of representatives in
the printing trade. In sone posts there is the heavy
physical elenent, and in sone a requiremnent to work
continually away from home and alone.

In News and Current Affairs there is the view that nen

do not like taking orders fron women, there is the
hesitation to send women cn dangerous (e.g. war zone)

or tough (e.g. militant picketing) assignments. There is
the problem of a refined accent disliked by wonen in the
audience and a female voice being unacceptable in many
countries overseas. There is the unwillingness of the
female audience to accept an attractive woman reporter.
However, it is worth noting that the News Training Schene
is in fact bringing excellent women into this general areca.

In Presentation the same problens arise of the effect of a
wonan'!s voice or appearance on the female portion of the
audiencee.

In Light Entertainnent (Television) the first tentative
stens are being taken to give women an opportunity. But
both in Radio and Television it is felt that women are not
good Jjudges of comedy.

In Outside Broadcasts sporting programmes deal very largely
with what is "a man's world' and scveral reasons are quoted
to show why they need to be covered by men. The same is not
true of Events, but satisfactory women producers dc not
appear to come forward.

The position in public discussion would be greatly
strengthened if Board of lanagement were to encouroge the
giving of opportunities to women in areas where this was
feasible to show whether the male doubts about their
copabilities are Justified. his could, pcrhaps, best be
begun through attachments and, in order to be fair, ought
to involve several wenen rather than a single individual.

The Shortoge of Women in Posts on MP5 and Lbove

ls stated earlier in this paper, there are 81 wonen (5.655)
and 1353 nen in posts on MP5 and above, whereas there are
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8500 women and 16,500 men in the BBC as a whole. While
considering figures, it is worth noting that during 1971
1139 men and 47 (4%3 wonien applied for vacancies on MP5
and above and 95 nmen and 5 (55%) wonen were selected. The
renort, on page 26, sets out four recurrent thecories why
wonien do not apply for advancenent in greater numbers:

(i) Vomen are not by nature aggressive, tend to
dislike competitive situations, and, being
nore easily discourcged thaon nen, need to be
offered more positive centicenent.

(ii) Our present society tends to look to women nore
than nen for the support of children and old
neople and the playing of general domestic roles.
Working women nay heve to balance the opposing
forces delicately. Further responsibility can
upset the equilibrium.

(iii) To the stresses inherent in a senior cppointment
is added, for wonen, the feeling of being under
clcse scrutiny and having no nargin for error,
particularly in a pioneer situation. This dis-
incentive is further reinforced if the vacancy
lies in an area which has a reputation of harbour-
ing prejudice against wonmen.

(iv) Vomen arc not sufficiently qualified for top Jjobs
because there are restrictions operoting at an
carlicr stage of their worling lives.

17. These arce compelling reasons but they do leave the gquestion
whether there is anything the BBC should be doing in this
situntion. It is suggested that:

(2) 2ll concerned with the development of potential
require to be reninded of the need to look
particularly carefully for ability in their fenale
staff at all levels and to encourage that ability
since clearly their potential is not being fully
developed at present;

(b) mnanagenment should ensure that wonen are not dis-
couraged fron opplying for senior posts, i.e. MP5
level and aboves

(¢) in the present consideration which is being given
to such natters as the introduction of more flexible
working hours and the setting up of creches, their
volue as a particular neans of inproving the oppor-
tunities for women and the level of responsibility
they could carry should be given full weight.
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18. These recormendations are framed to neet the present
pressures to give wonen at least a level opportunity
of competing with men over the field of employment in
the BBC. These pressures are themselves political and
because of this the reaction to then is a political
necessitye.

It is therefore recommended that:

(1) No vacancies should be advertised "for men only",
nor should recruitnment literature state that
G wonen are excluded from applying for any posts.
: It should be left to the recruitnment processes
.~ to take account of individual fenale linitations
' in the context of each vacancy.

(2) Wonen should be given a positive opportunity,
pPossibly by means of attachments in the first
place, of showing whether they can perforn

L// satisfactorily in areas wherc, although posts
are technically open to then, they have been up
till now seldon if ever appointed.

(3) Steps should be taken to ensure that potential
anong wonen nembers of staff is being as positively
encouraged and developed as is the case with their

V nale colleagues. It being noted that this is
particularly important in the senior areas.

(4) Consideration should be given to the question of
whether conditions of service can and should be re-
cast in any way to make it easier for wonen to com-
bine a working life with their domestic commitnents.

(5) L4 progress report should be submitted for considera-
tion by Board of lManagement in twelve nonths! tinec.

Publication of Report

19, Therce will undoubtedly be pressure to publish the Report
and sonething will have to be released.

I would propose, however, to argue, if Board of Managenent
agrees, that views expressed in it can be attributed to
individuals and that there is no reason why they should be
exposed to charges of "male chauvinisn® by female chauvinists.
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